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Mark: We've identified the waterfront, or rather we've identified where the waterfront is.

There are significant issues along the way, but what are the hot things that people are

talking about now that compensation committees have begun to address? Deb, can you

define pay gap versus pay equity?

Deb: Yeah, pay gap is a broad issue. It's if you take a population and you compare the median

of what women are making compared to the median of what men are making, what's the

difference in those two numbers? Pay equity is a different issue. Pay equity is something most

of the population thinks about, which is equal pay for equal work. So if I have two people

holding the same position, are they being paid equal despite the fact that one is a man and

one is a woman?

David: Pay equity is really a part of that subset of long-term corporate social responsibility,

which is the idea of providing a nondiscriminatory environment. So you should not get paid

less simply because you are a woman and your boss has got very stereotyped views of what

women are willing to contribute or able to contribute in the work environment.

Deb: And that's heavily regulated.

David: It's heavily regulated. It's actually illegal to do that. The same if you do it based upon

race, ethnic origin, religion. There are some protections there. I have a couple of clients that

have decided that the way to deal with the pay gap is pretty simple. It is to require that




management report to them regularly about what the population is at different levels of the
organization and demonstrate progress, that women are being promoted relatively faster
than men, as they're being provided these opportunities. And I think that actually makes a
whole lot of sense, and it's something a committee can do to start to focus on this. Because
these are not things that can be changed overnight, even though some people would like
them changed overnight.

Sharon: And I think that the hard part is helping management teams be prepared to answer
those questions when they start coming in from their employees. And that's where I think
there are opportunities for the committee to work with management to get their messages
straight. Because they are starting to get questions, being HR departments, even senior
management teams, again, to say, “We are paying equitably. We don't have a pay gap here.”
Because the questions are about pay gap, not the equity piece, and being able to tell
employees and really reassure them, regardless of where they are, regardless of level, that
they're being paid fairly as compared to the market based in their role, based on their
experience, based on where they sit within the organization, as opposed to youre getting
paid more or less because of your gender or your race or your ethnicity. And the talking
points just aren't clear yet. And I think that there's a lot of work to do there.

David: Sharon, is that as much about showing people that they've got equal opportunity as it
is saying, "You're not being discriminated against?"

Sharon: Absolutely. I think people are concerned that they don't ... Or they're hearing it in the
mainstream, so theyre thinking, "Maybe I don't have as much access to opportunities or
promotions or movements in the organization because I'm a woman, because I'm a person of
color, because of how Iidentify." And I think the diversity and inclusion issue coupled with
the pay equity issue is a big one for compensation committees, boards, and senior
management to really think about and how they're going to address that broadly with their
own workforce.

Mark: So again, this gets back to setting the tone at the top and having the compensation
committee bring these concepts up and asking management what they're doing about it.
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